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Abstract 
Based on some relevant references, this article used four questionnaires in order to describe: intercultural competence, 
communication style, the emotional intelligence level and the potential role that a person could play when he/she is part of a 
team. The research variables used: age, nationality, residence (urban/rural), high school graduate and profile. The four 
questionnaires are applied for a sample of 121 subjects, a heterogeneous sample from the “Université de Limoges”, France. All 
subjects worked in collaborative activities or projects. From the beginning, the subjects were informed about the research and the 
data confidentiality. For data collections were used four questionnaires. Statistical processing will be performed with the specific 
version of Microsoft Office Excel 2003 and Sphinx Plus²- Lexica Edition - V5. 
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1. Introduction  
Given an environment increasingly unstable, complex and uncertain, team success will depend increasingly on 
their speed and flexibility to adapt. To meet these requirements, the institutions have new forms of work 
organization. The work teams formation has been heavily promoted in recent years, because they would be places of 
resourcing, exchanges, support, creativity [1], [2], [3], [4], [5]. The highlight today is the development of 
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multicultural work teams that requires close collaboration between individual beliefs, values and very different 
behaviors [6], [7], [8], [9]. Managing multicultural work teams and the ability to manage diversity will probably be 
the key skills required for the managers of tomorrow. According to a mainstream intercultural management, it would 
be fruitful to bring together people of all national origins: "Cultural diversity is a promising phenomenon of wealth 
whose exploration could bring incalculable benefit "[10]. Little research has focused on social processes and their 
influence on the effectiveness of intercultural teams.  
Nowadays, a number of empirical studies have even shown that cultural diversity can have a negative impact on 
the work teams effectiveness, generating many conflicts to threaten the implementation of expected synergies [11], 
[12], [13].  
1.1. The team work concept 
A work team is defined as any formal set of at least three interdependent people and collectively responsible with 
regard to the production of a good or service and whose life is indefinite [14], [15]. The definition may therefore 
refer to a variety of groups inside a company according to the task and objectives, size, composition or the work 
organization involved. The teams’ variety is divided into:  
x Depending on the type of tasks: tasks are relatively routine, repetitive; conversely, but the tasks of project 
teams are often unique. These tasks involve varying degrees of interdependence among members. This can 
be very strong, for example, in the case of a project team; 
x According to the team objectives: team objectives may be clear, quantifiable or otherwise more difficult to 
measure, for example: the objectives of a project team are often difficult to assess: in fact, mean that a good 
project, a good proposal? 
x Depending on the size and composition: a work team will be composed of at least three people. Its 
members may belong to the same function or different functions at the same hierarchical level (advisory 
team) and at different hierarchical levels (project team, production team); 
x Under the terms of operation: all work teams do not have the same degree of autonomy, or the same 
decision-making power. Some are independent, others are subject to review by a higher 
hierarchical, others finally have a power of suggestion. 
1.2. The multicultural team work and the culture concept 
A multicultural team work is a team composed of at least three individuals from different national cultures. As 
the ideological level and in the disciplines, the culture term definitions abound: [16] identified 164 different 
definitions. There is therefore no consensus definition of culture. The "culture" concept is ambiguous [17]. Given 
the diversity that covers this term [18], a definition must be given. A culture can be broadly defined as: a system of 
meanings learned and shared by a group member. Specifically, a references sum and implicit representations, more 
or less shared by the players in the same social group, and that structure unconsciously their ways of seeing and 
acting, their ways of interpreting the world and the relationship between people who can raise tensions and 
misunderstandings  [19], [6], [20]. Each individual is a carrier of different cultures, according to different worlds or 
social space to which it belongs: his country, social class, religious or political references, his job, etc. In 
intercultural teams, confront: 
x National cultures (and sometimes regional or socio-ethnic); 
x Professional cultures: engineers do not reason in the same way as managers or lawyers; 
x But also corporate or institutions cultures. 
Beyond the individuals’ goodwill, some of the misunderstanding or tension problems come from the fact that the 
protagonists actually have different standards, not explicit, and therefore are not able to interpret properly the other 
behavior. In anthropology, as in the field of management, because of the difficulty in defining a culture contours, the 
country is often used as a substitute for culture. 
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2. The functioning of multicultural teams work 
2.1. The reference model: E-P-S 
Work on the group’s performance of [21], [22], [23], [24] and [25] provide the fundamental basis for an 
explanatory model called "Input-process-Output ". According to these authors, the group performance can be 
explained by a mediator model that takes the following form: 
The "Input": 
 a) context or environment in the collective work that strongly influence the processes at work within work teams 
[26], [21], [26], [27], [28]. There is very little empirical works on multicultural teams reflecting this variable. In a 
large context, the team external environment consists of different elements that can modify the technical 
performance of a work team [29], [30], [31]. In summary, the main context variables may include:  
x The organizational structure and main characteristics of the company/ institution [26]; 
x The economic environment characteristics [32], [14], [27]; 
x Cooperation and communication with other teams within the same company/institution [33]; 
x The branch to which the company/institution belongs [29]; 
x The management role [6].  
b) The type of tasks: out of context, the nature and type of work (routine or complex) will also have an 
influence on the processes at work in a multicultural team. 
c) The structural team characteristics: concern the team members’ diversity under some criteria (age, sex, 
occupation, culture, etc.). 
The "Inputs" influence "processes" (interaction process within the group), which in turn influence the group's 
performance (output). Specifically in this model inputs are considered as independent or explanatory variables. 
Group processes are considered as mediators mechanisms linking the input variables to the outcome variables. In 
other words, there are mechanisms for converting inputs into outputs. According to [34], group processes can be 
divided into two categories: the process of carrying out the tasks and the interpersonal processes. 
The process of carrying out tasks is related to operational aspects of the work team. These procedures and 
methods are used to achieve tasks. Interpersonal processes affect different relationships developed between the team 
members. This is the set of variables that describe the team emotional life. 
The Outputs: is referring to the team process results. According to [34], the results characterize the impact of 
teamwork process. There are distinguished two main results categories: the results in relation to the task overlap: the 
quality of the work done, efficiency, timeliness, innovation degree and the results in conjunction with the team 
affect the team satisfaction, interpersonal trust and the desire to follow new projects in the future [33].  
3. The research methodology  
The research was conducted in the “Université de Limoges”, France. All subjects worked in collaborative 
activities or projects. From the beginning, the subjects were informed about the research and the data confidentiality. 
For data collections were used four questionnaires. Statistical processing will be performed with the specific version 
of Microsoft Office Excel 2003 and Sphinx Plus²- Lexica Edition - V5. 
3.1. The research context  
The research process was done in several stages, using the Lime Survey tool. Questionnaires were sent by turn to 
the subjects.  The following questionnaires were used:  
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x  Multidimensional Personality Questionnaire (MPQ) questionnaire; MPQ is a tool developed to measure the 
effectiveness of relevant features within intercultural behavior. This questionnaire measures intercultural 
competence using the following personality traits: cultural empathy, open-mindedness, social initiative, 
emotional stability, and flexibility. 
x Questionnaire to assess communication style (identify the four communication styles: action oriented, process-
oriented, people-oriented or oriented ideas),  
x Questionnaire to assess the level of emotional intelligence (analysis of personal and social competencies), 
x Belbin test (assessing the potential role on the team). 
Collection results began in June 2013 and ends in July 2013. The research variables used in the questionnaires: 
age, nationality, residence (urban / rural), high school graduate and profile. The results were collected online using 
the Lime Survey tool. 
 
3.2. Partial results  
The four questionnaires were used in “Université de Limoges”, France on a sample of 121 subjects interviewed. 
Collection results began in June 2013 and ends in July 2013. The subjects’ average age was 36 years old. 45 subjects 
were male and 76 female (Fig. 1). The subjects’ nationality was: French, Chinese, Ivorian, Spanish and Swiss (Fig. 
2). Regarding their residency 68% are living in an urban residency and only 32% are living in a rural residency 
(Figure 3). 
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Using the Communication Style Questionnaire, the partial results have shown us that the majority of the subjects 
had a specific communication style: action oriented, process-oriented, people-oriented or oriented ideas. Other 
subjects had a complex communication styles. The Emotional Intelligence Questionnaire has been identified that all 
the subjects had a higher level of personal and social competencies. In the French group, using the MPQ 
questionnaire, the partial results showed us that subjects had a high score for Open-mindedness (O), Social Initiative 
(SI) and Flexibility (F), mid-range scores for Emotional Stability (ES) and low scores for Cultural Empathy (CE). 
Using the Belbin Test, partial results identified us some leaders, trainers, creators, assessors, resource investigators, 
team workers, implementers and completer finishers. In some cases, a part of the subjects have a combination 
between several styles. 
4. Conclusions 
This literature review found that cultural heterogeneity had a significant influence on the process and could lead 
to the conflicts emergence with a negative impact on the teams’ results. However, trust is widely regarded as an 
essential factor in the effectiveness of multicultural teams [34]. Confidence implies a security sense that allows 
participants to communicate effectively and more easily to overcome the misunderstandings. The "value in 
diversity" hypothesis, the possibility of using cultural diversity as a resource for the realization of synergies is not 
verified, in fact, a majority of studies demonstrate a negative impact of cultural diversity on the process and results 
(outputs). On the downside, it is noted mainly: coordination problems, longer decision-making process, but also 
problems of communication, understanding also due to language. To overcome these difficulties and to improve the 
performance of multicultural teams, researches in compared management hardly provide satisfactory answers. [6] 
and [35] have developed methodologies to identify and manage potential sources of cultural conflict (critical 
incidents), by understanding the meaning systems involved. If today, in France the cultures difference may give 
unique and difficult problems, is imperative to understand that these problems are not primarily social or ethnic, but 
cultural. Cultural pluralism is not a recent situation, but what is new is the recognition of this situation and its 
systematization in everyday life. 
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